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ABSTRACT 

This collection of abstracts is part of a continuing 
series providing information on recent doctoral dissertations. The 36 
titles deal with a variety of topics, including the following: (1) 
control theory, self-focus, and behavior in organizations; (2) 
relationships between communicator style and supervisory performance 
across functional categories; (3) chief executive officer 
communication in the American corporate environment; (4) the informal 
liaison structure in social networks within organizations; (5) needs 
assessment practices used in supervisory training programs of 
selected Forbes 500 organizations; (6) identification and analysis of 
organizational subgroups and their perspectives on humor in the work 
t nvirormcnt ? (') the development of an instrument for measuring 
information gathering processes of managers; (8) quality circle 
intervention; (9) the effect of faculty participation in the decision 
making process upon perceptioj s of organizational climate and job 
satisfaction; and (10) the development of a handbook for the 
establishment of on-site literacy programs in business and industry. 
(HOD) 
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This bibliography has been compiled as part of a continuing 
series designed to make information on relevant dissertations 
available to users oc the ERIC system. Monthly issues of 
Dissertation Abstracts International are reviewed in order to compile 
abstracts of dissertations on related topics, which thus become 
accessible in searches of the ERIC data base. Ordering information 
for dissertations themselves is included at the end of the 
bibliography. 
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Johnson, Diane Lynnette 
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ORGANIZATIONS 
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PROCESS UPON PERCEPTIONS OF 
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Walker, Kim Bradley 
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RELATIONSHIPS BETWEEN COMMUNICATOR TYLE AND 
SUPERVISORY PERFORMANCE ACROSS FUNCTIONAL 
CATEGORIES: A FIKLD STUDY Order No. DA«4r>166Q 

Buuvck, Rowwr Howa«d. Ph.D. Th§ UnivBtshy of Tens at Austin, 
1MM. 174pp. Supervising Professor: Ronald E. Basset! 

This investigation was a field study designed to identify and 
describe the perceived communicator style characteristics of 
managers and supervisors which may be associated with 
performance *td functional distinctive* of the manager's role(*). Data 
were collects cn managerial employees of a large, highly-auoceasful 
high- technology corporation in the southwestern United States. 

Norton s { ,878) communicator style construct and operational 
measures were employed to obtain perceptions of communicator 
fty&a on 96 targe! managers from: the managers themselves* 422 
subordinates; 202 peers; nul from 88 superiors. 
^ The results of this investigation indicated that: {1) Outstanding 
fA") 7nanag*ri are signific*nt)y more precise (PRECISE) than Above 
Average ( H b ) managers; und (2) Acceptable ( M C M ) managers are 
significantly lm assertive (tess Dominant-Arguments -e) than either 
their Above Average or Outstanding peer*. These differences were 
only evidenced in auperior-perciptiona. Results indicated no 
relationship between communicator style and functional distinctive* 
Demographic variables L sed as ccvariatec (sex, age, ethnicity, 
company antf job tenure) did not enhance measurement precision nor 
eervft to clarity the communication- performance relationship. 

Subordinates perceptions of theh managers' communication 
trvriencid no significant differences across performance categories. 
Thus. K was proposed that if the sup«ri^-aubordinate communication 
relationship is to continue to receive weighty research attention, 
critical substantiation of its relevance to performance (rather than to 
measures of morale flnd/or.satisf action) must be established. 
Furthermore, if managerial communication is related to performance, 
ottw oparattonaJirettons of communication should be utilized (rather 
than the CSM) which more effectively tap the critical aspects of 
communicator styte in organizational stttinge. 



A COMPARISON OF SUPERV'iSOWY-LEVBL MANAGERS' 
WRITTEN BUSINESS COMMUNICATION PRACTICES AND 
PROBLEMS AND COLLEGE WRITTEN BUSINESS 
COMMUNICATION INSTRUCTION Order No, DA8425S42 

Baihku y, W*uit Johnson, Ph.D. Georp/e State University • Co//ege of 
Education 1984 . 220pp. 

PvrDO$0. The ourooses of this studv were to provide information 

that could lead to a more effective and efficient way to teach basic 
business communication and to establish guidelines that wiN help 
college teachers of basic business communication provide the types 
of instruction students need to perform effectively the writing tasks at. 
the supervisory management level. 

Mmthods and Procedures. Two kinds of data were used for this 
stiKSy-management data and instructional data. 

To obtain the management data, survey instrument was sent to 
332 aupervisory-ievel managers employed with the Atlanta- 
headquartered firms. In total, 182 instruments were returned from the 
managers, representing 54.8 percent of tte 332 survey instruments 
mailed. 

The instructional data were obtained from basic business 
communication insrructors in public and private four-year colleges 
and universities located in seven southern states. These data identify 
the types of written communication and writing techniques included 
m claearoom instruction. They also indicate the coverage given to 
'ipecific types of written communication and to specific business 
writing techniques A survey instrument was sent to the 70 instructors 
who agreed to participate in the study. A total of 54 survey 
instruments was returned from instructors, representing 77 



percent of the 70 survey instruments m ted. 

*eau/fs. Based on the frequency of writing done by the 
supervisory, le^i managers, the major written medium is the 
memorandum. Instructors, however, place the greatesi emphasis on 
letter writing. 

Conclusions. Instructors include all of th« areas that supervisor 
tavei managers should rna&ter; however, they should devrte more 
tcme to memorandums and :hould change the emphasis given to 
some areas, particularly to writing bad news in a oositive way «ftd to 
procttton, conciseness and spelling. 



SOME MEASURES OF PARTICIPATIVE MANAGEMENT AS 
RELATED TO ORGANIZATIONAL PERFORMANCE 

Order No. OAS42B13S 

CaWN.SAMuiaANOWw.PH.D. University of ArAaflStt, 196J. 277» 
Major Professor: Dr. H. S. Napier w * 

The irea of inquiry was whether U.S. industrial companies which 
pract,ce participative management were more tucSTK^ 
pantcjpa is* organizations, in particular, the study SSSST 
pwlicrpat.ve management at all levels in the firm as compared to 
some measures of performance. ^ 

The research was constructed to test the following null hypothesis: 
Th«r« is no significant correlation between organizational 
Performance and the different characteristics of policies towards 

2 c hSiMrr^ ni Thus ' there tw ° * 

variables. (1) The independent variables, i.e. participative 
mana^ernent. (2) The dependent variables, i.e. organization* 
performance. The research design called for a test of the hypothesis 
byway of a survey by questionnaire of 850 randomly selected^ 
^icen industrial firms to measure executive perceptions! their 
wnt s participative policies together with executive oerceotion. t* th* 
w^ent state of industrial relations in the * ** 

hundred and one firms responded. Other aspects of the firm's 
Pj^rmance were represented by data published by Value Line and 

The results were analyzed by standard measures of association 
221^ ma,agement (based o^SSSSSu 

2S^1SfiWS la,^1, Were com P ared «o the following three 
aspect of the firms performance: (1) Financial performance-bold 
oni^icators published by Vakie Line. (2) BehavSal wS^t£? 
based an the responses by executives tc the question^™ 
(3) Indications of structural democracy (ej k^h ^ 

data published by Moodye. '"tensity) bassd on 

There emerged from the analysis a series of positive associations, 
significant at the .05 level, between the policy towards participation 
and success on the financial (Value Line based) and behavior* 
{questionnaire based) variables. There was also a moderate level ai 
association between participation and the structural democracy 
(Moody based) variables, although this, taken overall, was not 
significant at the .05 level. 

The more favorable the policy towards participative management 
the greater the level of organizational success as measured by Value 
Line financial indicators and similarly the greater the degree of 
participative management, the greater the degree of success in 
industrial relations as perceived by company executives. 

Therefore the nuH hypothesis that there Is no significant 
'correlation between performance and participation was rejected. 
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THE INFLUENCE OF TASK CHARACTERISTICS UPON TASK- 
COMMUNICATION NETWORK ROUES Ordor No. DA8S03424 

DAuiwofcA, Juovth Maah, Ph.D. Th* University of Nebraska - Lincoln, 
1964. 142pp. Adviser: John L Petelfra 

Task characteristics of job incumbents' lobs were hypothesized to 
effect the network roles that they enect. Six small and medium sized 
organizations were used to test hypotheses concerning the effects of 
variety, autonomy, task identity, feedback, dealing with others, and 
friendship opportunity upon the network rolo enactment of isolates* 
liaisons, and group members. Results of a discriminant analysis 
procedure supported the notion of the overall influence of task 
characteristics upon role enactment. Specifically, autonomy and 
identity were associated with the role of isolate; variety was 
associated with group members, and feedback and dealing with 
others were associated with the enactment of the liaison role. 
Friendship opportunities failed to discriminate between the network 
roles. Reiufts were discussed and implication* for future research 
and app*u Mion of results were included. 



PREDICTING INVOLUNTARY AND VOLUNTARY TURNOVER 
OF ORGANIZATIONAL ENTRANTS AND REENTRANTS 

Order No. DA8419590 
iumOM. David Roy, Ph.D. The Pennsylvania State University, 1964. 
210pp. Adviser: Stanley P. Stephenson, Jr. 

The purpose of this study is to confirm and refine past research 
findings regarding predictors of involuntary and voluntary personosi 
turnover and to explore a new dimension of turnover research, the 
organizational reentrant. Involuntary turnover is defined as 
organization-initiated separation from the organization and voluntary 
turnover is defined as self* initiated separation from the organization. 
An organizational reentrant is an individual who returns to the same 
organization from which he was previously separated. Investigation of 
the involuntary/voluntary turnover distinction addresses a small 
portion of the existing turnover reeearch gap while examination of the 
organizational reentrant extends management turnover research to a 
new domain. 

Three research questions provide the basis for the study. The first 
research question addresses differences in the turnover of 
organizational entrants and reentrants. The second research question 
seeks to determine differences in individual and economic predictors 
of entrant and reentrant turnover and to confirm and kJsntify common 
individual and economic predictors of involuntary and voluntary 
turnover. The third reeearch question suggests examination of the 
use of orevious work-reiated factors in improving the prediction of 
reentrant turnover. A survival analysis technique and multivariate 
discriminant analysis are used to investigate the three research 
questions. 

The findings led to several important conclusions. The involuntary 
and voluntary turnover of reentrants is different than that of entrants; 
but the differences are small. Individual and economic predictors of 
entrant and reentrant involuntary and voluntary turnover were 
different, yet common involuntary and voluntary predictors were 
dracernable. Previous work>related factors improved prediction of 
reentrant involuntary turnover, but failed to improve the prfrdictioa of 
reentrant voluntary turnover. The importance of distinguishing 
between the involuntary and voluntary components of turnover 
cannot be dismissed as a significant conclusion of this study. Several 
implications for management and for research are evident; and the 
study raises Significant questions which support the perpetuation of 
the turnover theory/research cycle. 



VALUES AND ORGANIZATIONAL BEHAVIOR: A 
COMPARATIVE STUDY OF JAPANESE AND AMERICAN 
MANAGERS OF THE JAPANESE FIRMS IN THE UNITED 
STATES Order No. DA8422081 

Esmohi, Goupira Saidi, Ph.D. University ot Illinois at Urbane- 
Champaign, 1984. 197pp. Adviser- Professor Anant R. NogandW 

The purpose of this study is to investigate cultural differencee 
between American and Japanese managers of Japanese firms in the 
U.S. and the impact of cultural differences on job satisfaction, 
decision making styles and performance evaluation o* the two groupe 
of managers. 

Specifically, the aim of the study was to investigate the validity of 
the following four propositions: (a) that there a. e significant 
differences between global, personal, and work organization-related 
values of the managers, (b) that in Japanese.owned firms in the U.S., 
expatriate managers will be more satisfied with their jobs than the 
local managers, (c) that there will be significant differences in the 
decision making styles of the two groups of managers and finally 
(d) that nationality incongruoncy between managensubordinate 
dyada will lead to a lower performance rating of the subordinate. 

The sample for this research was selected from middle and upper 
level managers of the Japanese- owned manufacturing firms k\ the 
United States. The choice of manufacturing firms was made to ensure 
a broad representation of different educational backgrounds and 
positions in the organization. 

The analysis of the data, in general, supported propositions a, c 
and d. The resuls suggested that the major difference in global value 
orientation of Japanese and Americans was the collateralism of the 
former versus the individualistic orientation of the latter group. 
Further, the dominant mode of decision making was directive among 
Japanese and consultative among Americans. In addition, it waa 
found that Japanese managers gave a lower performance rating to 
their American subordinates as compared to their Japanese 
subordinates. Ho**ever. contrary to the predictions, both groups ot 
managers were equally satisfied with their jobs. 



CMliF EXECUTIVE OFFICER COMMUNICATION IN THE 
AMERICAN CORPORATE ENVIRONMENT 

Order No. 0A84ai713 
Gatees, Leah, Ph.D. Tha University ot Texas at Austin, 1984. 177pp, 
Supervising Professor: W. J. Lord. Jr. 

Cfiief executive officers of the largest industrial corporations in ths 
United States participate personally m activities which they perceive 
to be communication functions that reach groups within the corporate 
environment. Furthermore, these executives seek to contact various 
types of audiences identified in that external environment. Relying 
more upon routine use of conventional oral and written 
communication modes than innovative application of communication 
media, they mak* little direct use of modern electronic information 
technology in their communication endeavors and depend upon statf 
assistants for assessing corporate data bases for information. 

nKtI^!J?? CedInfl conc,usion » based upon an analysis ot data 

oncers of he Fortune '500" corporations Slightly more than 20 
Percent of these executives participated in the survey Anothor 4 
oercent wrote letters stating that company policy precludes thetr 
Participation ,n mail surveys. Standard Industry Codes o?£e 'MO" 
corporations were compared with those of both parttclpaSJ 



organizations *nd nonpart.opat.ng firms whose executives cited 
Tll^lT" 9 Ch * " quart tMta ,0r '^nd^c. det.7m.ned 
SiKlT^ •? U ,h# 015 W 11 * r «aon«bl. to 

assume that any effect of nonresponse bias ,3 negligible sinct 
differences m proportions are not significant 

,n^lf° m ! SMle was app,ie<J ,or rankin 8 th « num.n sourest 
contacted, activities pursued, and communication media used. 

.n^"J.° mpan80ns 0f flroup means were ma de by Fisher s (LSO) 
•nd Sch«ffe s procedure. Homogeneous groupings indicate that 
comply suppliers are contacted significantly less often than other 
groups; professional colleagues, significantly more frequently 

^vE*!! 0 " lu C ' ViC ? r communi ty organisation, is significanMy 
higher than other activities. Executives engage in company 
advertising very little. Participation in legislative hearings and 
company open house" is also low. Traveling for business purposes 
ninks significantly higher than any other medium of accompli/ST 
ZZ^Tr:" environ ™ nt - <»m high-use media aW?ng 
or bitSo c °"«Ponding by letter. (Significance levels art .OS 



ORGANIZATIONAL CONFLICT: A STUOY OF RULE 

e**RQ€Nci o^N..Dmm 10 

Hau^ Makv Eu.s, Ph.D. Un/v.rs/fy 0 / Colorado at Bouldar, 1864 
286pp. Director: Assistant Professor Janice H. Rushing 

mJ^IZ^L m * £ tudy w " 10 •"W* in an In-depth description 
££2™'*^ C l n . f " Ct ' re<4,ed ^ in *«> organizational^ 
cort^so that insight into the day-to-day communication proeeaaaa 
which constitute organizations as cultures might be gairwl 
ops^tmg out of the interpretive philosophies! stance of symbolic 

theoretical perspecC^h. 

ouSte^i "nddocument analysis to gather data from teachers 
OuWfcschool and from group members in a high technology 
corporation's training tesm. ' 

wJUl^lL^ Ha L ri * HP C i° neft ' 8 ^refte.! model of rules 
S^«X r ™*» and explored factor, that 

«gjjad tor .the development of complex rules-structures in the twe 
JS' c f* interrelstedness of conflict snd rules wa. 

^2? S?h K P , r ?T °* mle omer Q«nce expiicsted. 
Based on this study the researcher found that a rules aooroach 

2^S2T* *?* interpretiv « £ SSEi 

affective means of gaming knowledge about organisational cufeinia. 
uncovenng the complexity of communication in tho^ c^ittea,^? 
devaloprng empirically based theory of small groupsand 
organizations. Results indicats that, in order to uncover the 
comity Inherent m organized rulea>atwc^nM resJarchera 

both implicit/explicit rules and cwietitutlve/reguletE? Mm cor2Z 
•iiern.t,ve rules structures, snd expand the ilreaenl 
conceptualization of negative sanction* 

LTJ ndicate Power. »«*der attitude toward conflict. 

S2tL?m2. Thi h B /° UP P ' ay k8y r0,CS in the emergence* conflict, 
related rules. The data suggest that, evan with knowledge of the 
adaptive function of conflict, organizational members tend to avoid 
convict or approach conflict wfth ambivalence. FinaHy, results poi* 
up the possibility thst the end result of the negotiation of conflicT 
related rulea may be to eliminate diversity within organizstione. 
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CONTROL THEORY, SeLF-FOCUt ANO BEHAVIOR IN 
ORGANIZATIONS « 

Past research in the SSi S^S^^*^ 
o^nonstrated that self-focus ?S rt&?-2^ Whnlogy h M 
« control theory model, of self-?eou?.f nrffo ° * etem «nts- inherent 
Scholar, 1981), which ^SZSSSZ ?!*T n ' 1973; CW * 
cognitive, affective and P hysioScXl r ,i ^^tV of behavioral 
individual Specific.^ hiS reac,lona displayed by 

•r-tansity of affective and QhMooZ?^S! i e ^J > * f * T * nti * 
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laboratory contexts, the importance of individual differences in self- 
focua haa yet to be established in any actual work context The 
present atudy attempts to ramady thi omiaaion by employino a 
sample of salespersons in a large metropolitan department store and 
meaeurlng each of the "core elements" inherent in control theory 
formulations. In general, the results of the present study are mixed. 
On the one hand, several hypotheses, such as those dealing with 
abeenteeiem and job involvement received no apparent support, and 
in fact the variables described by control theorists were completely 
irrelevant to predicting the particular outcome in question. Other 
hypotheeea, such as those dealing with future job performance and 
streee, alao received no support, but in these cases the variables 
deecrtbed by control theory were, at least relevant to predicting these 
outcomee in a main effect seivse. Finally, the hypotheses dealing with* 
overall job satisfaction and organizational commitment found 
relatively strong support In this data, in that the "core eleme n ts" 
ware not only predktfve of theee outcome* but in addition, the 
interactive nature of theee reietionehipe wee alao in evidence. 



THf COMMUNICATION OF SELF THROUGH WORK: AN 
EXPLORATORY STUDY ON WORK AS A COMMUNICATOR 
OF HUMAN UNIQUENESS 

Hvwoa, Francis Jans, Ph.D. Un/vera/fy of South§rn CaWorn/a, 19S4. 
Chairman: Professor Edward M. Bod a ken 

No one knows the ultimate potentiality of human beings nor what 
people may eventually accomplish. Yet. development of that potential 
appears to be. at least in part, dependent on what individuals beliem 
the nature and function of humane to be. This study examines thai 
pNtoeoph'cai paradox from the pragmatic perspective of how people 
interact with the activity Known as work. 

Aeeuming each individual is bom as a unique organism and aeN 
emergee out of social interaction with others, the study exptorea 
whether and to what extent people communicate their unlqueneaa 
through work they choose to do and seeks to learn what may be taken 
for granted in the making of these occupational choices. The ability el 
self -reflexive human beings to choose is considered a crucial factor in 
the construction of society. 

The investigation considers concept of self, role of work as 
• influenced by religious, political and economic occurrences, and 
; meaning of work. Research concentrates on the experience of a smaf 
sample of Americans, graduates of the government sponsored Loe 
Angelee Job Corps Training Center. 

Inconclusive findings indicate: the way humans account for their 
choice of work relates to the occupational expression of their 
uniqueness; a correlation between persons described as inner and 
outer -directed, and the extent to which they communicate themeetvee 
through work, in relationship to images they hold about themselvee 
and work. The overall conclusion is that work as a communicator of 
human uniqueness is an evolutionary proposition, resulting largely 
from development of a complex society and increased division of 
labor and presenting opportunities for participation in society not 
available to most humans in the past. 

The study proposes artists, pe formers and writers, who hive 
persisted in seeking opportunities to communicate their individuality 
through work of their choosing, may provide role models for working 
perils, regardless of work situation or level of achievement. Further, 
It race* ^ds consideration of the instigation of a required semester 
court* exploration of Self and Work** in order to obtain a 
standaiti of general equivalency diploma from any public or private 
school in the United States. The purpose being to encourage diverse 
adaptability among young Americans much as required physical 
education haa fostered physical fttneaa in the nation. 

(Copies available exclusively from Micrographics Department, 
Doheny Library. USC. Loa Angelas. CA 90068.) 



THE INFORMAL LIAISON STRUCTURE IN SOCIAL 
NETWORKS WITHIN ORGANIZATIONS Order No. DA850000a 
JOM*eoN ( DuHtLYNNcrrt, Ph.D. University of CtiiforniM, S*nt* 
flarbari, 1964. 106pp. 

The present research focuased on informal liaisons within sfac 
school districts to explo ie extent to which liaisons contribute to 
the cohesiveness of a sy; .am and the extent to which attributaa of 
llaiaons affect their ability to promote cohesion. The research waa 
conducted using network analysis procedures. 

Liaisons were classified on the ba* s of their centrality in * 
network, the strength of their tieato other network members, and their 
level of influence as perceived by other network members. The unite 
* «*1yal» we dyad members who were connected by a single path 
through a liaison. The level of intergroup cohesion was measured by 
the presence or absence of consensus on school district Issues 
betwee n the dyad members. 

There were three main hypotheses: (1) The greater the o entr a H» 
of the liaison, the more likely is a to be In agreement with 6. (2) The 
greater the strength of ties In the liaison's relations with a and d, the 
more likely is a to be in agreement with b. (3) The more influential the 
Haiaon is perceived to ba, the more likely is a to be in agreement wMh 
b. 

in each of the hypotheses, consensus was the dependent variable; 
the Independent variables were centrality. tie strength, and influence. 
Chi square was used to test statistical signiflcsnce; s significance 
level of .05 wss chossn for these tests. Gamma was used to menu 
the strength of these relationships. 

| In general, it appeared that the Informal liaison structure had HMs 

i effect on the level of cohesion. Only the hypothesis regarding ttw 

| rstaHonrhip between tie strength and consensus waa supported. 

, The present research suggests the need for additional studan in 
the area. In networks where the number of individual Hasons le 

< relatively small, it appears that informal liaisions may affect 
communication in special or exaggerated ways. It might also be 
interesting to explore the Haiean's effect on cohesion using enotwr 

, indicator than consensus or to study the Kelson's efiect on consensus 

' levels over time* 



AN INTRODUCTION Of THf CONSTRUCTS Of 
PARTICIPATORY LEADERSHIP Order No. DA84J5«4t 

' Johhson, Lemuii Mourns, Pw.D. Georp/a Sfafe Univ§rslty • Coflege of 
Education, 1964. 263pp. 

This study first introduced tha concept of participatory leadership 
' as aquantifiabte phenomenon within the field of get iera! leadership. 
I For the purposes of measuring participatory leader ictfvity, an 60- 
itam instrument was developed. 

A series of factor analyses, discriminant analyses and m univariate 
analyses of variance was predominantly employed in the 
developmental methodology. The instrument was tested for bolt 
criterion and construct validities. Field responses were used to 
. sstablish criterion validity. General leadership and personality 
assessment instrumentation (the LBDQ Form XH and EVS 
Temperament Scales) provided data by which construct validity waa 
established. 

Six factors of participatory le dership were statistically derived. A 
seventh factor capable of predicting leader membership m moat or 
tee* participatory leader groupings wee aleo derived. AN of tie 
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■SS^STJ** cons,ruCt » demonstrated either 

betw^n-oroup test atrenpth, or predictive power, or both. 

R.w^S C ^T e , n,,,, * d n 0) M «^^icipitlofilntrin.icalir 

( ? ? ruc,urM Participation Opportunities. (3) Uses 
JJSffi ^ ' m P ortan ' Problems. (4) Avoids Abusing the Group 
o FumilSeH,sh Mot.vea. (5) Demand;, High Group Performance 

Part^ U p?o'r;SS d0m 01 Gr ° UP ° U,COmW ' (?) P, '° videfi ' ^ * 

^ con * r ucts had baen identified in the literature 
poor to the study as reliable and valid representations of uniquely 
parl.c V aito 7 leader activity. The findings were determined to carry 
S22!?2!2r!? Ul future research in participate 

"™\"****}*}> cn * 1 Performance, of leadership role in the 
^ganoatton, and of worker r-pooM to leader and organizational 



DYAOIC INTERORQANIZATIONAL RELATIONS* A 
MALAYSIAN CASS STUDY Order No. DAS42431 6 

Kaksam. Mono Faozham, Ph.D. The University of Wisconsin . 
Madison, 1984. 217pp. Supervisor Professor John Fett 

n-r-!^ 6 ""^ comD, « xi ty o» contemporary society has made It 
£Cjwary for organizations to develop ties with other organizations 

I"*, ** ' con *<"ence, researchen/and 
^^*Z^1^ 1ocxtmi °" rinding ways nna 

«sa^improvfng relations between orgsmzattons. Thi study 

<»vsi<Him4. k t agencies m Malays*. Sixteen organizations which share 
■caiww-y cortcsin for agricuRuraf da»oasp»sn, cwnortasd em ^a. 
sampis. Each of the it siimh in in Z - ^y*" 



The two dependent variables in the study were coooeratian 
■-^n^^intprograma, and information sharing. Conflict waa 

T hI < I!12 0 yf? ? L ' ld ^»nt variables were included in the stud* 
aaSJTti Iff** ? ^l" 4 *** 1 (voluntary, mandated, a* 
2*^qu«intanca);(2) situational factors ^(ag^^wJenssa. 
•uedissensua, domain dlssensus, and b^ridiv^rmMjSi!?* 

^^i^saofthe study indicate that while each of the four 
groupsof .ndependent variables has its own mertt In oxcSnSj the 
processes of cooperation and conflict in interorganizalonaJ S.S- 

independent variables were combined in a sinnu m^-T tL_ . 
based on empiricaJ evidence, SfSSi HfcSlIt!!^ . 
^^•^b-typ. »nd each oon^b-^y^'dCS^ 



COMMUNICATING WITH HUMOR: IDENTIFICATION AND 
ANALYSIS OF ORGANIZATIONAL SUBGROUPS AND THEIR 
PERSPECTIVES ON HJMOR IN THE WORK ENVIRONMENT 

Order No. DA6423803 
Kinoali. June Ellhn, Ph.D. Ih9 University of Nebraska . Lincoln, 
1964 296pp. Adviser: Vincent S DiSalvo 

Organization* wort to socialize men whiit members strive to 
adapt There * necessarily a blending that occurs so that an 
individual, with personal goals and ambitions, can be enfolded in the 



orwn,ra„on. wh,„ , mu i ttnWull> lh , orgmlt ,„ on m 
-nformal communication auZSS A large portion of 

«.ny ^ c s: rxs. h rrr^r.r ■ ^ 

^SSSSZ Se^l? 0 iUb «» rou * unites by a 

organiza^^^o "^ ^£?£ n t T*?S!™- ^ 
«•» Cross. Omaha. Nebraska ^f^.^^LS^Sir.SeSS 

on humor at ,he wSKS.^ 

the O-dec" construc,ed ' Th| rty-ihree organ.zational members sorted 

Cr^tnd do^wtm ,radi,i ° nal 01 < 

humor, aod vMoi'SSStJ ^JES^'™***'" 
all six catfeoni i~ n4 * J: W ' oaianced their responte^ to 

juat about an A J ^.n^C^fo^^ to u - 
organizat^nal rrtatton^p, as el5^£ ^^SSSn? ^ 
to use formula ,okea rather than apo<W>oa humoT^ ^ 



ORGANIZATION TH10WY AND PERFORMANCE: LAWRENCE 

AND LORSCM'S CONTINOFMCY THEORY AND 
WILLIAMSON'S TRANSACTION COSTS MODEL AS 
CORRELATES OF ORGANIZATIONAL PERFORMANCE 
I Order No. DA8422t|1 

i Kumi, Roam CHmsToaHCR, Pm.D. University of Pennsylvania 1M« 
j 231pp. Supervisor Dr. William M. Evan ' 

While theories of organization icve been traditionally tested 
againat data sets rather than against other theories, the present 
research was designed to test the relative efficacy of two theories via. 

one another. Lawrence and Lorsch's contingency S5n5( 
Wl liamson's transaction costs model were selected to be comaarad 

K a c rr n di,i M - tht financi>l Portormance ofVsarSS?? 
arge mutual savings banka in New York City. Based on Lawrence and 
Lorach s contingency theory, it was hypothesized that greater 
dmerentiation and integration would be positively associated weh 

E2 ? m "?l e: "22 I"* 0n W""-^"'. transaction clsts^odS it 
was hypothesized that transaction costs economizing would* 
poeitively associated with performance. Since none of the 
hypothetiied relatlof^ahipa was supported, neither theory was judged 
, *J^*Pt««n,ng obeerved difference, in perf ormancV Th* 
: ^9*^1 was supported by a qualitative comparraon1StwWr7h^; 
psrforming and low performing banka Several r.2^.^^!S2 
explain rn.neg.t ve finding.^2 2£Z*tt3S?" * 
population of 16). the issue of generalizing .odds of orMnization 
whK:h are based on industrial organization t "service SSSon. 
measurernsnt issues, and the general efflca y oHhemSS 
compared. The research highlights the pres «n t inabiS ?of * 
organize ton theory to account for different * amono individual 
orgamzations which face similar environme 'i ^SZiSSS? 
through which individual organizations endogenic the? 
environments , re relatively underdeveloped theoret cal I comn.rwt 
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FORMALISMS FOR BUSINESS INFORMATION SYSTEM 
DEVELOPMENT Order No. D A8424W* 

Kottimann, Jef FRf y Eanst, Hh.D. Th§ University of /rinna, 1964. 
413pp. Director: Benn R. Konsynski 

The Development Environment (DE) developed in this research 
includes i methodology and specification ard implementation of a 
tocM environment for Management Information Systems (iS) 
development In the DE proposed, business IS development Includes, 
and indeed hinges on, organizational modeling. Specifically, the 
objective and strategy, task, and agen; structures art modeled and 
analyzed. This initial analysis uncovers incompletenesses and 
inconsistencies In the organizational modoi as well as allowing top* 
down prioritization of business areas for further IS development 

For Information required to support decision making, various 
information attrlbutes-e.g., currency-are used in modeling the 
inform* tton requirements. Theee attributes represent variables of 
information benefit levels to the user and of cost factors in is 
development and operations. In later Wages of development these 
attributes serve as inference parameters that dictate system aspects 
such v communication architectures, databass design, and procsss 
scheHMSnQ. 

Information outputs are decomposed to form an inf ormstion 
pro* sssing architectura-an architecture comprised of interlinked 
dat; and proceeses-that minimizes the redundancy of IS resources. 
A f deification of computer-aided tools for this and all steps in IS 
development are given. Methods and tools are developed for the 
determination of data store contents and physical structure, 
information processing requirements, system input requirements* 
data/process distribution, and data acquisition, disposal, and 
information processing scheduling, 
j The DE developed as a pan: of the dissertation research attempts 
to draw together and extend upon many notions and methods of 
system development, decision support mechanisms including artificial 
In t sW p snce beted systems, value of information, end organizational 
planning and modeling, to form an intsgratsd system development 
enwronmoflA* 



AM EMPIRICAL TEST AND EXTENSION 0* THRU 
THEORETICAL MODELS Of THE EMPLOYEE TURNOVER 
PROCESS Order No. DAS422SSS 

Las, Thomas William, Ph.D. University of Oregon, 1964. 329pp. 
Adviser. Rich* d M. Steers 

This stut. j empirically tested the Mobley (1977) Model of 
Intermediate Linkages, the Mobley, Griff eth, Hand, and Merino 
(1B7Q) Exoanded Model, and the Steers and Mowday (1991) Model of 
Voluntary Employee Turnover. Data were collected with an employee 
survey and from personnel records. The survey was sent to 1621 
randomly selected employes* from a large west coast financial 
institution. 445 (27%) useable surveys war* returned. A ct>eck of the 
personal characteristics for (1) resoondents versus non respondent 
in me group of 1621 and (2) respondents versus the larger population 
in the financial institution showed no major differences. 

The data suggested the high reliability and validity of measurement 
and were subjected to a correlational and regression analysis. 
Though each model received empirical support, the result* were 
interpreted as suggesting the very slight superiority of the Steers and 
Mowday (1901) model. H, however, a very intuitive and simple 
combination cf the MoWey (1977) and Mobley et al. (1970) models « 
made, the models berime compersWe and no model is superior. 



PRACTICES OP INTERNAL WRITTEN COMMUNICATION 
TRAINING PROGRAMS OrderNa. DA8901S21 

List* Susan KATwtmwt, Ph.D. Arlzon* State UWversfe 19*. 

127pp. 

A descriptive study was used to determine the administrative end 
ths instructional practices that are used and should be used ts 
provide internal written communication training programs for mkkfta 
manapera in large industries, ^ 

The population is comprised of 359 training practitioners 
employed by fortune 500 industries and holding membership In Me 
Amencsn Society for Training and Development. From a listins sf tw 
. population numbers, 185 training practitioners were random* 
selected to compriss the sample. 

Apsckage consisting of a validated questionnaire s letter ef 
tranemtttal, and an addressed, stamped envelope was mailed to tie 
»»mp»e members. After three follow* up mailing* the response reft 
wse 52 percent* 

Descriptive statistics-frequency counts, percentages, and 
medians- were used to analyze and summsrtzs the date. 

A variety of sdministrative and Instructional practices srs u 
provide internal written communlcstlon training programe for i 
managers of large Industries. Although a numbsr of different 
practices are evident, the information provided by the major* et 
trsWnf practitioners suggested 14 trends about ths edmintsfr*fc% 
the instructional, and the proposed instructional practloee of k+mm 
written communication training programs ar I the profeeeJontf 
beckgrounda of the respondents. 

i The tallowing conclusions w#re derived from theee trends 
(1) Organizational neeo* aesessments art considered Import** Is 
organizations; they help determine the need for internal written 
communication training programe and the design of course 
objectives. (2) The results of organizational needs assessments i 
to have made internal written communication training programe 
neceaaary. Needs that were determined include clarity, conci 
organization, and the writing of memoranda. (3) Middle mai 
appear to be self motivated to participate in Internal written 
communication training programa. (4) Instructional methods 1 
were and should be strongly emphasized in internal written 
communication training programs include the uss </ writing 
assignments, practice sets, group discussions, and on-the-joi 
twining. (5) Training staff members who have an undergraduele 
degree and have written communication training experience ere 
considered effective. (6) Li.aited, formal class sessions appear to be 
wective for written communication training. (7) Evaluation of mttdfc 
managers 1 performances Is considered important. Training 
practitioners believe thst follow-up procedures should be exnandetf 
to include observation, management ratings, efc. 
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NEEDS ASSESSMENT PRACTICES USED IN SUPERVISORY 
TRAINING PROGRAM} OF SELECTED FOFBE8 50C 
ORGANIZATIONS ^ rt .r No. DAS421 W2 

Manamo. Teresa Ann*, Ph.D. The University o. ofsdo, 1984. 238pp. 

HiMMtoS! 8,UdV T ,0 " urvey ,ra5nlnfl "Putative* in 
•Jjettc I Forbes 500 organ.rat.ons concerning then- perception of 

p, ° c,ic « UMd ,0 develop in-house training for 
nrjMmt sup*rv.sors. Ho-, th literature review, a historical 
P"Wctive of needs assessment practices, using theorists' and 

' ESZ^*? WM J ? 8Ve " ,P * d ' Twt ^ l0, inking 
S^r^^? rv ^! 3 ; anomer mvolvin fl mailings-were conducted. Twe 

«J««ll»quejtionn«iri. a., initial mailing and two follow-up* 

9 PerCent r<5,urn Fort >-»« v «n P«rcent of the mailed 
qowicnnairea wert usable. 

™"£*»"g» of the study included: (1) Providing information 
1\ 5° nduc,,n 0 ™** assessments, and ..sing results 
producrd from them were activities shared among supervisor* 
mnftt. framing directors, and first-line SMpervisors (trained), 
g Factors used to determine individual supervisor's need foT 
tt*r>«« were lack of knowledge or lack of skW in wperSor't present 
P^rnence. exatenc. of prober, situation in work ul art SST 
Potion of supervisor. (3) Organizational training needs werT^ 
determined ts pen of continuing neede ee8a*»m*nt pjen*. 

it^.^f > fI?? Hty ,or '•«"••«* was placed 

S^J^T/^^™** 6 ™* R«Ponsibiiity W 

2E?I52 I"^" rWOurcM t0 conduct assessments wee 
Pieced w th division managsment. (5) Top ranked trainer and 

re VP nS /°: conductin 8 needa assessments were: to find 
SIT!!! VV?" °' WpefVi80r ^ormance is and why it ie 
wneirt is. to obtain management commitment for training, and to flnd 
SSS ?* n 7 ""f^'bute to organization, • profit, growth, an? 
aunjoj. Top ranked trainer and organization re«mons for not 
cenductong n eds assessments were: cannot get necessary 

tS^S^^nJ'l^' d ° not hav * enouah ,im *' "*donot 
r» S??i.S l l .? L ' Ct 'T <cl1 and do not see value of 

rwt ■ assessments in conducting training. (6) All 78 

^^*^ u : c . M listBd *« re ^ to some degree in conducting 

USSieTSf, in Mlec,ed Forbea organizationa 

pan^ai^n the study, it was concluded the determination of 
o^gneeda for rtrst- line supervisors invofved line and staff uetoe 
^j^^J. methcda/aourc*. continuing Z^T 



ORGANIZATIONAL CLIMATE AND CREATIVE OUTPUT IN 
Po-r« r. e OrderNo.DA8500l20 

^hntcamanuacripta. reports or talks inside or outside, hT 
organ^ation and technical papers accepted by proKonal journals 

Pro We of 0r b wawone/ »r»cf/ees. The data were obtain^ f™, 
I research and development emr)toytet) raS'wC^ 



and Overload scale) appeared to accurately measure organization* 

Se^i^S ™**" r « w « ^'•My narrow . .cope, had 
preference points from which to evaluate it and was eubkct to 
interpretation by the respondents. 

Results indicated that Career Development was the only climate 

posting of job opportunities, clear career naths for aupervbeea 106 
advancement and training were found to correlate aignfficantfe I 
cre.^veoutp,t. Significant numbers ot creative m£SSS!^ 
that some very creative sol tiona csma out of their ^dTtEL 

J^^POrtam to them that «heTor£SonSotSe 
tnem with opportumtiea to develop their skiMa and abHitSa 



AN INVESTIGATION OF THE EFFECTIVENESS OF HUALITY 
CIRCLES APPLICATIONS IN THE UNITED STATES 

OrderNo. DA8502564 

Rivnouds, Richaro By ron, D.B.A. United Stales International 
University, 1964. 126pp. Chairperson: William Lacey 

The Problem. ; he problem of the study was whether quality circle* 
will work in the United States as they do in Japan. To achio»"e 
objectives of the study, answers were sought to the following; (1) In 
which areas of compai y performance have companies which use 
quality circles expected to achieve improvements as a result? (2) In 
which areas of company performance have companies which use 
quality circles observed improvements as a result? (3) What Is the 
degree of correlation between reported improvements in nine 
business performance f actora ant' the type end size of company, age 
and extent of quaity circlea progr m, and training and method of 
employment of f aciitators? 

Method. Data were ohtai ad from questionnaires completed by 
126 employees tepresenting v' ty-nlne United Ctatea companies 
which had employed quality t.. m for a period of at lea.»« six month*. 
Nine buaineee performance factors were examined: quality, 
productivity, cost effectiveness, employee development traintr 
! communication, absenteeism, turnover, and morale. 

Reau/fa. The mrJority of the sample expected quality circle* to 
bring improvements in quality, employ ae development, 
communication, morale, cost effectiveness and training. Improvement 
was observed not only in these areas, but also in productivity. 

The number and magnitude of organizational improvements 
observed by the sample appeared to increase ss quality circles went 
used more extensively and/or for greater periods of time, Eight 
statistically significant relstionehips between reported improvements 
and company or quality circlea program characteristics were found. 



human mo^::z K zv^ common 

x. v,cr °" * °- **- — 4,1 

The purpose of the research was in i«ctw/,.L , 
numan resource plannine Tproce^ nf Sn? 3 asSertion »» 

^ttd organizaticiai ch! ?35w^T22!? alon . * in,,uenctd «V 
typology for implement^ ,d evaluating ° ' nv * st 'W« 
systems. A total of 123 ouaaaXS? 9 uman resou rce planning 
corporations addressed Ue8, '° nna,res WBr « from 565 9 

'or &S"d^£^,^ « nation 
«ndin W Ch a ,ter II, ^J^^^S^SSST^ » 
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summs itea the findings and offers conclusions drawn from the 
^search. 

To test Walker's assertion that hunan resource planning is 
influenced by organisations! characteristics, three null hypotheses 
w#re tested. Hypothesis one states that the human resources 
pfenning practices of an organization ars not related to its primary 
industry classification. Hypothecs two states th*t the humcn resource 
planning practices of an organization are not related to the number of 
employees of the organization. Hypothesis three states that the 
human reeource planning prscticee of an organization are not related 
to the size of its revenue. Each hypothesis wee tested using a 
dieenminant analysis procedure with a chi-square test of significance 
| »« wae rejected (p < 10). These findings ruggeet that the human 
resource planning practices of en organization are related to its 
primary industry classification, its number of employees, and the size 
of its ar<nual revenue as predicted by Walker. 

The second part of the research evaluated the quality and 
applicability of Walker's typology using factor analysis. The results 
support Walker's typology, although the findings question whether 
the four stages are as discrete as he suggests. Anothc «e«knese of 
We construct is its heavy emphajis on employee- centered career 
planning techniques in the two advanced stages. 

Future investigation should expand the list of organizational 
characteristics that affect the selection and implementation <* specific 
planning techniquee. Techniques suited to unique industry groups 
should be identified. 



, anu ■RIDGfcS TO A BETTER QUALITY OF 
OWAN.ZAT.ONAL LIFE 0rd#rNo . DA842110f 

WMNVPsTmcM Coluns, Ed,, Harvard University, 1984. 122pp. 

TW« paper document* and analyze* a case studv of a «.h««i 
»y**" during ita first year of a Ira. itten C hMetlS2 iffS? 01 

SSE^SSS*? Wcholcflical literature on theTmp^cteT 
storytelling; and the actual practice of a manaaemant t..m iTlT 

sys,em of ■pp^S^oSl'" 

stud n* in a Maaaachuaetta town of llfty.five thousand resident.. 

«he ^Ts'o ?hS v ?n°: viftwinfl l r mon h^SSSSgh 

2m^«SK??# °* ,h * or 0«"'2atlon and shape* 

SSSSmSSSSS^ and ptrS0Pil ^ ivior through rttuaN 
aodalorMa that reflect these values. The paper demonstrate h*TL 

attention to culture and deliberate use of ita tooS ca^iSThat? 

organizational equilibrium and curb poittteal m£ S iStaSSJi 

S ^Tc^'^^ Managing healingT" 

«.wi! t . ht !? 0, ? fly . ,0f th * P* 0 * ,nclud '» documentation of aN 

ZJLXT r*! in £ wher * ,ransit,on iMu « werVdisculii 
Aa one of the new top-level managers, th* author had additional 
access to annotated historical records, summaries of culture 
workshops conducted by senior staff for middle manage^ and 

Z SHrl^tt T ind cuffent ^^'"tendents, chairman of the 
School Committee, two members of the senior management toanT 

tZZ2^L™Z^ 1 ,MCher ' and a middlZanagT 
Interpretations have been questioned and discussed by all of th. 

»x>th the challenge and opportunity of wriilng analytically abotf 
0"9O*ng , <ract»ce. ' ' Wl 



AN ORGANIZA fiONAL LEARNING APPROACH TO 

GENERATING INFORMATION FOR INFORMATION SYSTEMS 

DEVELOPMENT Order No. 0AS42S35S 

Sai away, Gail, Ph.D. University of California. Lo» Angeles, 1964. 
2L-Hp. Chair: Professor E. Burton Swanson 

The information generated from interactions between useca and 
ana^sts forms the basis for building information systems i.nd i* 
therefore a major factor affecting the success of the resulting 
information s/stems. This research investigates the effectiveness of 
thee* uaer/analyst interactions from the perspective of the Aroyii* 
.•^j*-" 00 organizational learning theory. Argyris and Schon h** 

u l. f xis,in 8 '"teractions (termed Model I) in organization 
rasott in only limited tear mg-detecting and correcting iirror« -j keen 
organizational performance stable within organizational norm*. Thu*. 
may propose , new type of interaction (termed Model II) to incmas* 
organizational learning and effectiveness. This type of learning 
occurs when organizations are able to recognize conflict within t*r 
norms and actually alter these norms, their associated strategies end 
assumptions, in order to help individua s and organirjitions move 
toward this new model, Argyris and Schon have developed a 
consultant intervention process. 

This research first proposes that current information systems era 
developed vithin, and support only, the limited Model I learning 
process-- where many assumptions, strategies, actiona and croM*m 
ar* not surf aced or tested, so that valid information can be input** 
, th* d sign. In order to test this proposal, a framework for 
| distinguishing between Model I and Model II interaction* i* 
, d***loped. Second, this framework is us*d a* a btaatadMknM 
aflernsbve "organizational learning" us*T/ana»yiaMr^S!n«_ 
♦or generating more vafld information for systemde^Sm21. P f!Sr 
agroopofprofessio,- ■ analysts and uj^^t^2^ 

Content analysts is used to compare tape racor,.,ngao»^ 
2J!2r a i ySt i " ,e . ra ^ 0n * be,ore and a,,er th* new process is toutf* 
R«^showthat(1) current user/analyst interactionsdispler^ 

Model I error-prone characteristics, (2) the intorvwZi« 
£*loped was successful in training usersand w^yZ^Zm 

Waractions display increased indicators of learnina-detectlon ami 

SSm.^.T- " ? an, ' Cipa,ed ,hat ,hesa «n2CSiS2d. 
.toward making information system* more effectiv* in waaordns) Sir 

Iwfenlzational learning and Changs nsqulnjd ^.r 7££!?tT* 
program of research is outlined. **x»em. a f 



EFFECT OF FACULTY PARTICIPATION IN THE DECISION 
MAKING PROCESS UPOW PERCEPTIONS OF 
ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 
' Order No. DA842MSS 

SSlf *• *"° W,LL, * M • Pm - D * UntorsHy of Maryland, 1063. 
( 133pp. Supervisor Dr. George F. Kramar 

I The purpose of this study was to determine the affect* **r~ 

ntJ^sr 1 ?: ■?«?■ decition **** proet^;*? uSS«s ^ 

psreeptiors of the organizational climate and job satisfaction 
Measurement Instruments included the CMijSSSfti 

Functioning Invento. y Himat* scales of Freedom, Democrats 
^tSLSS! 1 ln8ti,U,,0na ' ESPrrt> a0d ,he Job *EE™** for 

sdiaVlSL^i ^f^! " dent9 wno were ^"tim* fscufty or 

SSSSSZ H^h 8 D M h a ^ la ?J 8,a,e com ^^rty/|unior col^T 
ospenmenf; of Health, Physica Education. I ecreation and AthH*** 
war* utHiz n thastudy. Chi Square JSSmSS^M^ 
demograp vanables and the respondents decision processof 

Z^^Pt thr L i l, ? h ,he '"ligation. A significance level ov 05 wa* 
dl^I^ ,0 l 0, ^ nul1 "theses. Where signTflc^ 
diffaranc*, occurred, th* Student Newman-Keula Post-Hoc 
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procedure wa& used to isolate where these differences occurred, 
r Auttiple regresKor analysia war <j»ed to analyze the relationship 
jetween the independent end dependent variable and to develop a 
predictive tool. 

Based on the evidence provided by this investigation, the following 
conclusions seemed justified: (1) Individual background factors 
investigated by the demographic variab * had no effect upon the 
individual's participation in the decision making process. 

(2) Deprivation in the decision making process was found to have en 
wed on the respondents holding an unfavo able view of the 
organizational climate at \hMr institutions as measured by the 
ISf^^f 1 Functionin 8 Inventory scale of Democratic Governance. 

(3) The job satisfaction areas of co-worfcers and supervision, as 
rneaaured by the Job Description Index, were found to be affected by 
participation in the decision process. Deprivation affected the views 
of the respondents in regard to their perceptions of co-workers and 
supervision as compared to the groups in either equilibrium or 
saturation. (4) The analysis of data by multiple regression developed 
a predictive tool. The stepwise entrance of the climate acale of 
Democratic Governance, job satisfaction scale of supervision and 
ciimate scale of Freedom contributed the most eignifict nfly to the 
equatoon. ' 



AUDITING ORGANIZATIONAL COMMUNICATION: THE 
DIVELOPMENT OF AN INSTRUMENT FOR MEASURING 
INFORMATION GATHERING PROCESSES OF MANAGERS 

Order No. DA842870t 
Stive**, Jackson Charts, Ph.D. The Florida Sfafe Unlvtrslty, 1964. 
201pp. Major Professor: Clarence W. Edney 

The purpose of this study was t * develop an instrument for 
measuring the information gathering processes of managers in 
various types of organizations. 

The importance of information to organizational and individual 
effectiveness h is been frequently noted (Roberts and O'Reilly, 1974, 
p. 321), and past research efforts have led to the development of 
instruments and procedures for measuring information processing in 
organizations (Brooks et a,, 1979; QoWhaber, 1976). Instruments, 
such as the International Communication Association's ICA 
Communication Audit, have been used to analyse how information ie 
processed and utilized in organizations but t>eee Instruments suffer 
from two key H.nit&tfone in that (1) they lack a theoretical foundation, 
and (2) they faH to adequately address the information gathering 
processes. 

This study built on the work of researchers who developed the 
earlier information processing measuring instruments but is 
significant in that it focuses on information gathering and it has I 
solid theoretical foundation. It is based on Jamas Q. Miller 1 r Living 
Systems Theory which has been developed over the past th(» iy.f our 
years and "which might become th§ the / of organizational behavior 
and communication* (Duncan, 1973, p. 5ii3). 

During the literature review stage of the study, it was learned that a 
joint University of LoulaviN/U.S. Army research team conducted the 
LST/a*tt*lk*n Studtot between 1978 and 1962 to assess "the 
relevsnce and utility of Living systems Theory (LST) for understsnding 
and maintaining control of changing interdependent systems in the 
Army" (Gary et ai, 1982, 1-5). The LST/Battalion researchers 
developed extensive instmmentation for measuring system activities 
including both matter/energy and information processes in Army 
battalions. This study applied parts of the LST/Battalion Studies to a 
non-military organizational setting, h also set the stage for future 
research on the relationship between information processing and 
overall effectiveness. 



NETWORK APPROXIMATION: DEVELOPMENT OK A 
COMMUNICATION NETWORK DETERMINATION METHOD 

Order No. DA*303ta<> 

Stiwart, Waltw Travis, J*., Ph.D. Ohio Univrsltv, 1984. 13** 
Director of Dissertation: Dr. Sue D*Wine 

This research develops a new method for determinino 
communication networks in organizations. This method caltad 
network approximation, statistically samples messa fl esfrom« 
orotnizanon , message population Utilizing ecS 52* 
procedures tracings (i.e., the pattern of interaction partners) are 

SUSS!" each meSMfle in ,ha Mmp,e a * wTSSHttti » 

produce an approx.mat.on of the organization's commuSSSta 
A number of issues regarding the validity of network 

?E.r» ,i0 H are idttn,i, " rt but onl * ^ dJveS. Fin* 
Pf Inc pies for drawing a representative sample of mesuoes*. 
•xammed. It was hypothesized that size of w£S£&2*M 

would affect the size of sample necessary to accurate ■nnr.T^m^T 

XuZffiE??* 1 *"? tPP ' yin ' ? natwork -PP^oximVtto^ 
procedures in large organizations is determined 

v .rtaS2 B ( S a . r | 0 pr , 0C « ,ur ? wer * to test the impact of the tfv* 

.2a £irV* mp 1 A compu,er modal w « developed wtJrt 
simulated communication networks in hypoth^al oraanTzetawT 
Data rom this simulation were analyzed \X ' r^SSSSmS^ 
correlation and multiple regression analysTw ^.ict-momwl 

**S!ii tm ? n ? r * t *S* TOn *' ne * t,ive wtat^lp between 
adequate sample size and network structure (I « 'hT ore.tar 
•^cture, the smaller the sample required) a weak JESS? 

relationship with organization size. Ftansssion anaV* vieXT 
p^er^prediction model incorporating the mree 

S^'eSSS^ » efl H f * W,0n procedurw WtetteShTST 
powerful predictor of adequate sample size was network *tnm**m 

£**n of the other variable, in th! equ,« on"mprov2 JS*"* 

JISSSSSfT WM writt<n ,0 tabu,ata and 

R3irff*2i dato - L h * pr0flr,m ' cal,ad Network Approxta*£7 

! 5. !To2^L COmblnaa individuai tracing? and * 

j 'he approximated network in matrix form. NAP cafcuEee tr* 

Sn^SEl ■tructunj from inputeo tracing. Using tr* 

SSKS UA?*"!!2l?* Mtion > NAP ^>tWthe«PPn 
temple size. NAP was tested using computer simulation da* 



INTERORGANIZATIONAL ARRANGEMENT: AM ANALYSIS am 
INTERAGENCY COLLABORATION AMONG PUBLIC AND 
PRIVATE HUMAN SERVICES ORGANIZATIONS IN THE 
DISTRICT OF COLUMBIA QrderNo. UA842M3J 

TMev, Raymond THtoooat, Sr., Ph.D. Unfvrslty ol MtryHnd. >*ML 
»6pp. Supervisor Eugene P. McLoone 

Purpoat This study examined the basic patterns of interarte. 
oetween independent health and related human servS^ 

Snfs^t 8 m P T?.T fl and imp,ementi "8 * collaborative hMMh 
SJSffS 1 ^ P ur P0«» was to determine if the following 
propyl... (1, ftxedneseo* the exchange process (stand ardSrtonV 
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(2) the amount of resourctinvtstm^it (inttnsity);(3) the directs of 
■Attraction (reciprocity); and (4) the power o* relationship* (domain 
concensus) are major detentwianta for successful inter- 
organizational relationships between public and private health and 
related human services arrangements. 

Procedures. The theoretical basis underlying the analysis 
conducted in this study is a paradigm developed by Intnhgator to 
analyze inter- organizational relationships (IOR) based on the 
following four components: (1) organizational situations prior to >KJP 
membership; (2) structural characteristics of ICRs; (3) Rational 
cheracttnstics of lORs; and (4) process charactenstics oHORs. 

This study used a muitisite qualitative analysis approach to 
analyze the interagency activities of one inttrorganlxational 
arrangement in which health and related human services 
oroamzattona armed with thair codes of behaviors and a dwrete 
mobilize reeourct* in an effort to provide ccT>prehent*ve genetic 
acreentng and couneeMng strvlcee In the District 

fltS4ritt.lt was found thst (1) the OA at a co*ac**t body ol 
independent aoenciet/orgtniutione served at t mtctttnttm for 
i nter a gency collaboration and cooptratioa reeu Wng in the 
evetopment of complimentary goals and objectives and 
ifipiimentary role expectations among human services providers 
within OA; (2) representatives from member agencies/organixattont 
should have equal voting rights in the coordination; (3) the 
development of interagency agreements are important for a 
succtstful collaborative service delivery system between public end 
private health and related human services agencies; and (4) one of 
the key elements for a successful 10 A is the participation and support 
from tht highest level of administrative control within the parent 
orgenizations represented in the K)A. 

hfipHcttions. Planners of inter-organlzational arrangements, to be 
successful, should be able to initiate a process allowing 
rsprsttntttives from participating independent agencies to: (1) have 
equal voting rights in the coordination of the collaborative's actMiet; 
(2} aMow representatives to plan and establish procedures for 
governing the collaborative; and (3) allow the representatives from 
tfie participating agencies/organizations role in the problem-solving 
sctMttet of tht collaborative. . . . (Author 1 a abstract txcttda 
sioutattd maximum Itngtt Discontinued here with pe rm ission o» 



THE SMALL LANDOWNERS INCENTIVES PROOMAMt A 
CASE OF ORGANIZATIONAL DECISION MAKING 

Order No. DAS4254SS 

Tiene, Scott Steven, Ph.D. Miami University, 1984. 172pp. 

This study analyzes the relevant organizational in 1 . ^ction among 
tht timber industry, the amenity interests (e.g. various concerned 
contervation groups, such as, the Sierra Club, Izaak Walton League, 
Friends of the Earth, the Wilderness Society), and the Forest Service 
at they influenced the Congressional authorization of a small 
landowners incentives policy in forestry. This policy finds its geneeit 
in Title X. sections 1001 through 1006 of the Agriculture and 
Coneumtr Protection Act of 1073, the first apparent CongreeaionaMy 
authorised policy dealing wrth private i ncer rt lvet for forestry since tht 
Timber Cufture Act erf 10T3. 

The application erf open-sytteme analyst provides the working 
theoretical framework for tfta reeearch. Systems analysis offers en 
illuminating method of analysis to provide greater understanding of 
organizational decision making. Data is gathered from the analysis of 
Congressional hearings, corporate statements, trade association 
statements, voluntary association statements, existing statutea, ant 
relevant periodical literature. 

The data are gathered to examine the following hypotheses: 
(1) organizational change by the timber industry was externally 
induced; (2) nn industry lag towards change existed until the 
Monongaheia decision; (3) the timber industry displayed a high 
degree of organizational adaptability; (4) the timber Industry's ability 
to adapt was also a function of coaJigninent for survival purposes. 



1 # , J!£ U ta l 1* rWMrch ind *«t* 0) ?hat tocial pressures (I s 
from the amenity interests) have been ir.obHiztd to such a degree to 
force the timber subgovtrnment to adopt more socially palatable 
Jmber harvesting techniques; (2) that organizational ^alignments 

2S!T12 mdustry dis n ,a y^ sufficient flexibility to 

•nture their survival; (4) how the newly initiated poKc.es, both oufafe 
and private, correlate with the wishes and interests of the tinb* 
Sff7ifi tha m ? lnta,nin fl of equilibrium; (5) finally, how 

social and economic conditions precipitated a more cooperate 

^r°™^^ government, and cor^SSiiS to 

better manage t limited resources. 



io^ MPARAT ' Vi 8TUDY °' J °" "VOLVBMSNT AS A 

PROCr OF EGO-SURRENDER IN AN A MEXICAN A MB a 
JAPANESE ORGANISATION AMERICAN AND A 

7 W " UANI ~ ATI0N Order No. DAa423lOt 

Tom»oka.Akw»,Pm.O. City Univ,rsltvotN*w York, 1984 174b* 
Adviser: Dr. Sidney |. Lirtzman 4pp * 

ccmVanranVifaiaT^com^n: ,W ° W*** 

dsoree of jot involJSSSI tEKS: W ? ,nvestl 8«tsd in terms of tht 

managera followed bv tZ TEVIT? by ,h * J> P*"««« 

«- Perth* eorrMM ^tSXS^iJSSL'SST" 

n * 6 l be r ween job invo,v *"ent and eoo-surrSSit "SSSL? 

ThTH.t. -'hi ? P ^ com P» n y *as not confirmed in this reaaa/cr? 
JJjaied that ego-surrender, not job involvement wasdir^Mv 

organizational climate. Finally ^v«rii.r.L^^Z3^^ fl 
invent were augg^.X"u7u* * "* 



MO EFFECTIVENESS: AN ANALYSIS OF THE INFLUENCC 
OF INFORMATION AND UNCERTAINTY ON TECHNICAL A NO 
COMMERCIAL OUTCOMES OF RAU PROJECTS 

Order No. DA 84 254*7 
Waobmea. Kathleen S.. Ph.D. University of Cincinnati, 1984. 2fl0p* 

This retrospective field study investigated the influence o« 
formation and uncertainty on both the technical and commercial 
effectiveness of 169 R4D projects from 22 large industrial firms 

This study developed known groups based on project outcomes 
and used this design to test three models ol these influences 
suggested by the literature. The first model suggested independsm 
direct effects for information and uncertainty in their influence on 
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•flectivencss. The other two posited different interactions 
(congruence and deficit) between the amount of quality information 
and the degree of uncertainty. 

Both uncertainty and information were found to influence 
technical and commercial effectiveness of R&D protects. Strongest 
support was found for the direct effect of ench :n its Influence. When 
intersections were observed, the form of the interaction followed that 
suggested by ti deficit model. Interactions in this study occurred 
vrt>en the joint influence of commercial uncertainty la'er in the 
project's conduct and information were examined for their irifluenee 
on commercial effectiveness. 

Whits this study was able to empirically differentiate between the 
technics! and commercial environments facing a project during the 
prottsm-aoJving phase of an RAO project no reletlon was found 
between the state of the envir o nment end iniliel levels of uncertainty 
•scing the project 

The findings are discussed and several directions for future 
reessrch are suggestsd to overcome the limitations of this study. 
Thsss includs ths need for futurs rssssrch to focua sttention on the 
internsl information processing rules used by subunlt In hsndllng ths 
informstion they receive end ths need for future research of thsss 
processes thst are conducted longitudinally. It la believed, however, 
thst this study reoreeents a meaningful atep toward Increasing our 
understanding of the roles of Information and uncertainty in. 
relationship to R&D project's technics* and commercial effectiveness. 



TMf DEVELOPMENT Of A HANDtOOK T*€ 
EST A ILISHMENT Of ONtlTt LITERACY PROGRAMS W 
■UtINESe AND INDUSTRY OrdsrNo. DA8S01tO# 

Warn, Puss Astmu*. Eo.D. Ssafffe Univr$lty, 186*. 256pp. 
Supsrvisor: Roy P. Wshls 

This projsct documents ths development and cornplstlonol • 
rsssarch-bssed handbook designed to assist individusls in ths 
planning snd implsmsntatlon of on-sHs literacy PWams to 
bueinsssss snd industries. Ths handbook, which is ir>cluded ; wss 
comptetsd bassd on a survey of existing programs, on-site vis^ssof* 
snd a field-test of me handbook draft. 

Ths completed handbook contains chapters on Dscisionaaia nft 
stent**, industry Assessment SUffing, Sits Ss4sction, Studew^ 
Service*. Instruction Evsluation and Related Issuss. Each chtfttr • 
bsssd on ths collective experience of various programs survey ed or^ 
visited. The hsndbook identifies ths critical components whichsntMB 
bs consldsred in developing en on-aite Ij^eyproflfim .In ***** 
outlinss specific stsps which should bs followsd and vsrlous options 

which might bs considsrsd In ^^^^ t 0 [^^^SST^ 

To gather the Informstion conUlnsd In ths hsndbook, •xMOng 
orogrsms were surveyed to identify those components they fsft wees 
most importsnt to the development snd opsrstlon of thsir program. 
Rvs sxsmplsry progrsms wers Identified for on-aite vlaltation snd 
interviews A draft hindbool vas flsld tsstsd at two sites v *rs 
businsssss wsrs beginning orvsJts lltsrscy progrsms np,, ■ from 

thsss progrsms was mcorporsisd ^^ ft /^^^J^vf^ 
Ths procsss document accompanying tne hsndbook detsusow 
handbook devetopmsn* procsss. 



THl COMPARISON OF THREE INSTRUCTIONAL 
TECH1IOUES FOR TEACHING INTERACTION MANAGEMENT 
SKILLS AND RHETORICAL SENSITIVITY 

OrdsrNo. DAS42514S 

Walks*, Kim Bradley. Ph.D. Southern Illinois UnlwsHyat 

Car bona a la, 1984. 169pp. Major Professor: Dr. Donald MacDonsId 

Extensive resesrch hss demonstrated the Importance of effective 

interpersonal communication skills to organizations. Instructional 
modela have been developed which isolate a single component of 



competence to leach. This study outlines the importance or 
incorporating effective, cognitive, and behavioral objectives in ths 
instruction of interpersonal competence. 

Forty.three university students enrolled in interpersonal 
communication courses were randomly assigned to one of three 
mtnjctional treatments: (a) lecture/discussion, (b) T-groups and 
(c) modeling. Models were compared for effects on participant' 
learned competence, as measured by verbal responses to situation* 
and rhetoricsl sensitivity. 

Tests of hypotheses suggest th*t: M) there was no evidence that 
six hours of instruction in any of the models is more effective then no 
instruction on measures of rhetorical sensitivity (RSS) and vorbeJ 
rssponscs to situsbons (VRS); (2) there wss no signrficent difference 
in modeling , ^lurs/dlscussion, or T-group methods In change ths 
affective levela of participants; and (3) modeling wss no mori 

SZX^*" "** b * h **" ^^ussion or T. 
9m elective, cognWv^ "Sendee* 



QUALITY CIKCUI INTEKVCNTION: STRUCTURE, PftOCESt, 

j MtULTt Order No>DAS4ai2St 

Wotr*, Paui/ John, Ph.D. University of Mar/land, 1983. 65Bpp. 
| Supervisor: pr Edwin A. Locke 

The domain of this research it a Quality Circle (QC) orgartoatfonjf 
I development intervention* QC programs, establishing new structures 
j testa, roles and training processes, have the potential to change 
j pettems of authority, influence, communications, and ;not.vetoft. 

Program objectives may range from enhanced productivity end 
' decreased costs to employee development. A QC theory has not I 

developed: factors affecting success and failure have not been 
j empirically established, nor hive definitions and taxonomies. A 

serious time lag exists between QC adoption and evaluation i 
, creating the potential for serious negative consequences for the 
' organization. This research has been initiated to overcome theee 
! problems. 

I Research objectives are: (1) to measure and explain changee in 
. attitudes, behavior, and performance which may remit from a QC 
intervention; (2) to explain the nature of goal/problem identification 
and solving process in group discussion; and (3) to develop 
suggestions for installing, monitoring * id evaluating the intervention. 

The format of this research is that of an exploratory, fiefc) 
experimental design using Participant Observer collected data. 
Observational, survey, and performance data was collected on a pi* 
poet basis from three experimental «nd three control work sitae 
during a 17-week QC intervention ^ county government 
organization, 

Results in affective areas were miked, providing only limited 
support (or Uie hypotheses that attitudes to the job end the 
organization would change. Only one group registered directkxiel 
change at significa.it levels; this change applied to only three out of 
ten factor areas. Behavioral changes were more pronounced. 
Performance indices of efficiency, overtime, and maintenance for two 
OC sites showed significant improvement ov*r the intervention, 
continuing for s*ven months afterwards Absence rates were low* 
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for OC member, Suoe.vt.ory ratings for OC and non.QC participant 

SSJES^k hui * *" 00 pt0grm rm,lM " b^vtorai man 
snitudinal changes. 

^QSnitMienalmiiiMwntingitwOC process need to: (1) initiate 
prt-durino-Dost intervention monitoring and awaluation procedorea, 
•no (2) ancourage and elicit middle level, as wall as first-Ik* 
I2IS2f J M J p0,t ,0 • nwr * P"**** 0 " outcomes. QCs, If 
iKSSSifS* c * r «"»*> op*. 1 as an applied strategle 
variable Increasing organizational and dividual effecttve<>eea 



^.J^^TWNAI. SOCIALISTIC* 

uEEEXL!?!!* satisfaction, (JENSHAL 

COMFUC? ' PA " T,C " AT, <*. AND .OHK/FAMILV 
7 OrdfrNo. OA842t2M 

^^•^o/«o^.19S4. ,71* 

to ie* •^2i^,l?!! J,,, f •W**** socialization atrategiee 

J^it* - * 1 new employees experienced formalgTouf 
aoaaHza ion into the organization; the other half experienced \SLm* 

2n^K^^ ,,Mt,0 l2 rma, flr0up "'"izabon ^SftZ? 

encompassed technical information aa weBa< jomZiT 

K^SiSSiT' in l occur ^ before VmploTewbeg^ 

h^-SLn?; ' . L * fy ""Ployed. These were meaaurea of entry aaM 

K^rfrc^^. AppfWlm f^ 'ourmonmstrST 1 
/2m£ l?^ f ■ Ction ' O^* 1 M«afactk>n, participate*. 
^ conflict were measured — * 

effect ( K?i C l!S!2 4,l0n * ppetrs 10 >oma fairly strong 
•Jje^Those emptoyew who were socialized by formal grou? 

The differential effect of socialization strateov w* n,*.^ i— 

•yoyeea with low job skills. Highl^iPed iS^ 8 ^?* * 
fenced sghtly by the socialization JS^SlSSS 

auiustment of self- presentation by individual* «u ta?mA*?kT^ 
negsdvely relate to wonVf.mlly coXHUS^^Lhi 
«P«ttnc«. and locua of control. concomi^withLSfg^ 
strategy, did not demonstrate elgniflca* niXS^ 
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